
MEMORANDUM FOR: | 

Chairman, AAG STATINTL 

SUBJECT : MAG Annual Report 1973-74 


n a 11 ?^! ren . ce 13 raade t0 the DCl*s memorandum of 
1974 * which requests a short status report on 
this Directorate’s advisory group. 


2. In line with the DD/A’s request of S September, 
it would be very much appreciated if you would prepare 
an appropriate response for the signature of Mr. Blake. 

I believe he talked in terms of a 15 October 1974 suspense, 
but I am sure this might be extended somewhat if you 
require more time. 



STATINTL 


Deputy Director for Administration 


Atts 

9 cys of Subject 


STATINTL 


EO-DD/Aj |: kmg (9 Sen 74') 

Distribution: 

Orig - Adse w/9cys of Att (DD/A 74-34111 
1 - DD/A Chrono 

DD/A Sub j ect w/cy of Att + AAG background (bios, agenda, 


DD/A 74-3411: 


Activities of the Management Advisory Grout) 

1973-May 1974 w/Memo dtd 9 Aug 74 to DDI 
DD/M§S, DDO, DD/SfjT fr DCI, same subj ’ 
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DIRECT REPLY 


PREPARE 

REPLY 


APPROVAL 


DISPATCH 


RECOMMENDATION 


COMMENT 


FILE 


RETURN > 


CONCURRENCE 


INFORMATION 


SIGNATURE 


Remarks : 


Attached for your review is the 
Advisory Group Annual Report. The 
Group would like to discuss the report 
with you during our scheduled meeting 
on 31 October 1974. 


FOLD HERE TO RETURN TO SENDER 


FROM: NAME. ADDRESS AND PHONE NO. 
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9 August 1974 


MEMORANDUM FOR: Deputy Director for Intelligence 

Deputy Director for Management § Services 

Deputy Director for Operations 

Deputy Director for Science § Technology 

SUBJECT: MAG Annual Report 1973-1974 


1. On 6 August I met with the Management Advisory 
Group to review its 1973-1974 Annual Report. Several 
activities described therein are worthy of calling to 
your attention. Please distribute this report to your 
offices heads as you wish. Sufficient copies are attached 
to accomplish this. 

2. During my meeting with MAG we discussed very 
briefly its relationship with the Directorate MAG's. At 
your convenience, I would welcome a short status report 
(written or oral) on your MAG's. 



W. E. Colby 
Director 


Info Copies: 

1 - DDCI 
1 - D/DCI/IC 
1 - D/DCI/NIO 
1 - GC 

1 - LC 

2 - IG 

1 - Asst/DCI 
14- MAG 

1 - Comptroller 
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5 July 1974 

MEMORANDUM FOR: Director of Central Intelligence 

SUBJECT : Activities of the Management 

Advisory Group, June 1973 - May 1974 


STATINTL 

STATINTL 


1. The activities of the Management Advisory 
Group (MAG) during the past twelve months are summarized 
in this annual report. 

2. Administratively, MAG continued with monthly 
business and dinner meetings. In addition, monthly 
meetings were held with the DCI where MAG provided, 
at his request, recommendations and comments on 
several topics. Senior Agency officials continued 

to speak at the dinner meetings, and, for the first 
time, the guest speaker at one dinner meeting was 
from outside the Agency. That speaker was Dr. Ray Cline, 
then Director of INR, State Department. The fresh 
perspective offered by a guest from outside the Agency, 
but within the intelligence community, made this a 
particular desirable innovation. The speakers in 
order of appearance were: Messrs. Proctor, Nelson, 
Brownman, Ev ans, and Gen. Walters; also Messrs. Cline, 

I lams, Carver, Duckett, and Gen. Graham. 

3 . In Septe mber MAG held a three-day business 

session l | . MAG members found this session 

particularly rewarding, from both a business and 
personal standpoint. The MAG paper on personnel 
approaches (included as Tab J), considered by most 
members to be the most significant paper of the 
year, was developed during this meeting. 
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chanpfii a S5? J eai: ’ consideration was given to 

changing MAG s affiliation from the Executive 

Sec?eta?y a if t ?h ei M her the Ins P ector General or the 
discussions w Management Committee. However, after 
iscussions with the parties involved, the present 

bC™ntiCued WaS determined t0 be Preferable and will 

papers ’ dnr?nl importantly, MAG prepared a number of 
?esnCnd?nC ?n bhe , twelve-month period identifying or 
problems or Potential problems in the 

Summaries d 0 f^thpQP 8 recommendati ons for improvement, 
summaries of these papers, including any actions 

are e given m “?owr nt “ reSponse t0 ° ur recommendations, 


A. Recommendation for tta Polirv Stntr 

mag recommended that a policy statement be issued 
to provide station chiefs and overseas employees 
with guidance on the question of the relationship 

abJCfd ?he v duties of wives of CIA personnel’ 
aoroad. The recommendation was considered bv Agency 
management to deal with a "non-problem" and thSSfSre 
was not approved. (Tab A) ’ rneretore > 

B. Policies and Procednroc in Q« r ,o rnt „ 

Co mpone n ts AE£UcaFIeTTsewHere7 In ' the ? 

annual report, MAG presented information on a number 

pfrtfcSlarffe?? 11 ^ 63 t nd P ro «dures found to be 

?he Aeenc( 7 ^ ™ rl ° US components within 

E y ‘ Th ® Office of Personnel added to this 
^ ° n> and . the Director suggested, at the time 

that these techniques be publicized. This information 

montrL?iod liShed ’-a an a d M f G a * ain > du -ng this Telle 
particularly ’ P ffprt G< ^ the Director with a summary of 
particularly effective techniques and again asked that 
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they be publicized. The Director concurred in this 
request and suggested that an "exhibit" of these 
techniques be prepared. A two-day symposium was 
held on 9-10 April 1974 on personnel practices, 
and further efforts are underway. (Tab B) 


C . Summation of Excess Personnel Data, 
MAG reviewed directorate data on personnel considered 
to be excess at the time of the March 1973 excess 
exercise to determine if there was bias against 
personnel detached from their parent components. MAG 
did note apparent bias against; some personnel assigned 
to other components and suggested a review of the 
policy of selecting personnel for these assignments. 
Concurrently, an employee appealed the excess action, 
charging bias because of assignment status. D DM$S 
reviewed the facts and, as a result, [ Assign- 


ment Policy, was revised, 


D . Request for Increased Recognition of 
GSA Employees. MAG urged that management encourage 
programs which would recognize the importance of 
GSA employees to the Agency. Increased recognition 
would properly express the Agency's appreciation, 
have a positive effect on the morale of GSA employees, 
and contribute to the efficiency of the GSA work force. 
MAG's suggestion that the Agency publish its appreciati 
for GSA's work was not carried out. However, MAG's 
recommendations did result in an open house for GSA 
employees and the dissemination of positive information 
about GSA employees to Agency support officers. (Tab C 

E. Directorate Management. In response 
to the DCI's query as to what relationships should 
exist between the DCI and directorate MAGs, we 
recommended against any formal liaison or coordination 
requirements between the groups and urged that each 

be recognized as independent in its own right. (Tab D) 
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response to !' i Maternity and Paternity r In 

esponse to a letter from an Agency emDlnvpp — map 

recommended the wider disseminf tion of information 

“ S" T’ 

?L mat ""¥ ¥- V ?i« b £t a ; i,e 

been published MAT H i H regulations have since 

received'no^^eedback^ffter^^f^^^f^ - 

map x uacK after applying for a vacanrv 

MAG, therefore, recommended that there be a formal’ 
requirement to provide written notification to aH 
filled ap P llcants for a position when the vacancv^s 
suggesiio“? na f?ab n F) aPPr ° Ved “ d F^Plemented this 

Hi ophil ^^reggmmen lltrsr tgued 

%L a £ :lr- ^ss^^L, 

suonort n L ^ f a questionnaire and computer 
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demanded of^omponents b^ow^he^^ that the data 
was too detailed and tht 6 dlre ctorate level 

the data was excessive^ 1 ^°^ C ° St t0 P rovide 
toward achieving grelter sele?? r ? a PP ra isal aimed 
data from the comnonenil sedectivit y m collecting 
the co„,po„e!;t C s C 1 Tp 0 ?o e v 1 t d i Sg d th g e re d a ata r 

overhaul the Program Cali nrf 1Cate intent ion to 
iugid.m can process. (Tab H) 

mag pointed out 7T TE; “!!l^°“ r ^ r r and P ° u ch Facilities 

and suggestions recomendine ?he ooo ““"'jrous studies 
courier and pouch faring- 8 ^consolidation of 

made, all without result We tb™ Agency had been 
that he personally interest hlmse efox ^> . rec °w nded 
encourage such consolidation h! f-J n thlS matter and 
Management Committee is directing effn S ?’ and the 
centralize these services . ° rtS t0 

Management. K /ifA Personnel 

oSTgency-persomSl manf 

Personnel Approaches stui ^ Practices to the 
an overall Agency policy on G fhe P W , hlch was developing 
the premises upon which^nJ h SUbject : MAG cited 
and noted that some of the rlrnm^S^ 10115 Were based 
practiced bp some^oSponents “bS^hoSldT ’•"? already 
throughout. Our inputs, as well i’ J° add be 4r lm P le mented 
directorate-level MAr'c ^ + -t 1 s those from 
Approaches to Personnel Ma** ributed to the "New 
Director in his Emnlnve na g em 9 n t" enunciated by the 
(Tab J) Employee Bulletin of 1 April 1974. 

Aifard_ s Program, UijSrjjsslii f “g t r^TfT. I InYentlon 
Suggestion and - invention llmited survey of the 

both the strengths 


administrative - internal use «u 
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fairly adminis teJed” 1 bhe program seems to be 

value. MAG stressed that : S ™ possible to quantify its 
depends largely upon sul f e Program’s ultimate succe- 
management . The survev^a^tn \ t0p and mid dle 
be of such value that it was ght - by mana S e ment to 
as an employee bulletin in Decembe^^/sr^efab^f^ 

Evaluation of' ' A s m for the 

recommendations i AG made several 

measure of Agency pe^orm^T ^ edbac * data as a 
the first of thesp man ee . Management reiected 

of the Publications SoSrce^SJveTn the establish ment 
community-wide basis -I Vey pr °gram on a 

r™ th \ Key In tel ligence "Question p th °? ght . to conflict 

(KEP) , then being formulated n n . p Y a luation Process 
remainder of the Mn! J d : Decisions on the 

creating a mechanism fo^obtJ — ' Which involv ed 
''actionable- reporting Z n 2 b Z ln ? ng feedbac * on 
by NIQ's and analysts^in gre Y ter P art icipation 
collection projects have P hep ni !! g / nd evaluating 
until a later date.’ (?Jb £j en deferred by management 

facilitate the ff?illiY^^ To 

that the Office of Personnel be recommended 

under adequate security S?oceSnJ th °I 1Zed to release, 
request basis, the names of all ° n ind ividual- 

a given ZIP code or telfphonp L P T SOns livin g within 
felt that greater access^to thf hai } §e ar ea. MAG 
be particularly beneficia^o^ ? rmation would 
a ?" eas not shown on the car nnni^ 6 living in remote 
Although the recommendation^ 1 lacator _ boards . 
names of potential car pool mpmh^ 6 avallab le the 
security and "invasion of privarv" 3 W3S J ejected on 
locator boards covering a 7 ground ?> car pool 

be installed. (Tab M) g r ge °graphic area will 
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Ersmai- SAg 

Sff«“ieS:?r sa it a ; d -r^ w < p T e ” to “»£°™ ^ 

r ■ * ^ ^ criticized the process for not 

ociisiHg on the specifics of a research proposal 
thereby contributing to needlessly long Stations 
and causing ambiguities about what the S p?opoJal win 
do. These modifications involved the use of four 
specific criteria which could be used for screening 

research Lia? 0 ?, 1 ? a 5 d - f ° r ? uditin 8 the results of® 
research that is funded. These modifications are 

emg considered by management. (Tab N) 

ui„ ^ i j act.- P '„ Comments on the Director’s Los Anaeioc 
B - e speech be gcUSMdn TO recommended t££ t 

a? HeadquartldF »n3 “^^tribution to all employees 
aqU 1 s nd ove rseas and that a covering 
memo present some of the Director's thoughts on 

Po^y^Tn the ^bu^to^ f'lZVT ah 

com“nents 1 °Md a ?nclu5e°Ms"^ans i io t r“ut tOUr l,eadc l uartei 

The Director indicated ihIZht Zul, c™“ Wer XP ° 5Ure ' 
implementing these suggestions. (Tab 0 ) 
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12 June 1973 


MEMORANDUM FOR; 


SUBJECT 


Executive Secretary, 

CIA Management Committee 

Recommendation for CIA Policy 
Statement; on Wives of CIA Employees 
.Stationed Abroad . 


a policy ■st“emenfon S tie d S?e t o* h ?L C R ^Id "issue 

husbands n „. F ota role oi tne wives (or 

Agency policy st a t en o„t on ?Ms • uMeoJ ? rmation 

January 1972 as Department n-p ! r^su.d m 

(copy attached) , paitment OI state Airgran A-728 


statement Agency 'policy ' i 

Chie?f in°?f - lnal “ tln « ^ aSusef by S c?f S ?It^n° rd 

in an Agenc^^bvS^r?® 1 ^ 8 ' MAG sees utllj -*y 

, ^ * XXJ J. C, i cl C 3. VO lO pr OV 2 G G o*V] i rl 9 n n o -f--, t 

and overseas emnlovGF^ 4-1 ^ t»uiaance to COS s 

=«P. obUgst^^S duties S“ lies of “? -^tion- 
personnel abroad, wives of CiA . 


MANAGEMENT ADVISORY GROUP 


Attachmeni 


l 


\ 
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13 June 1973 


MEMORANDUM FOR: • Executive Secretary 

CIA Management Committee 


FROM 

SUBJECT 

REFERENCES 


Management Advisory Group 

Policies and Procedures in Separate 
Components Applicable Elsev/here 

A. Memo for Mr. Colby fr OP, dtd 
21 Feb 73, same subject 

B. Memo for ExDir-Compt fr MAG, dtd 
13 Dec 72, same subject 


1. Reference A from the Office of Personnel outlined 
ndditional practices in separate components whicn rargnt 
£ aoSlicability elsewhere. MAG agrees that the Or free 
of PeSsonJel is the logical "clearing house" for identifica- 
tion review, and sharing of personnel-related information 
on successful management techniques developed by the various 
cSmSone^s of the .Agency. MAG further heartily endorses 
Sr cSlbv’s instruction to the Office of Personnel to "gen- 
erate some action" to publicize those innovations which have 
proven to be effective and worthwhile. 

2. The mechanical compilation of viable management, 
policies and procedures (References A, B, and the remainder 
of this memorandum) , however, will be a feckless exercise not 
v, arraying the time and effort required unless some sort or 
vehicle (verbal, written, or a comr,inati°n thereof to make 
them -known to all managers is developed. It is real zed th 
the establishment of an effective and continuing means of 
communicating these ideas is, perforce, a tail order, bou on 
which is necessary if disparate parts of the ^g-ncy a — 
benefit from the experimentation of othrii components. 

3 . The following paragraphs contain a few additional 
policies and procedures which have come to MAG s attention 
since References A and B were prepared and are forwarded as~ 
a ''"'addendum to these memoranda. Once again for your convsn 
ienceT the contributions have been grouped under the cate- 

^ 0 -p orientation, communications, personnel planning 

and'davelopment, evaluation, and utilization, of junior officers 
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Tha consolidation of parts of the earlier memoranda and th^se 
paragraph into a package for distribution to Agency Sanaq^s 

(bUt i/co SSt* 


4 . Orientation 


A : 0SI has several methods of guidinq a new snslv^ 

he meets With the Director of OS I upon entrancl on dutj and 

thiS-Sfce 1, Y ~; r:: to discuss his problems and future in 

the Oiuce,._ New professionals of GS-11 rank and below are As- 
signee. a big brother." who not only introduces him to certain 
Agency racilxties and services, but also reports monthlv~for 
nxne months to the OSI personnel officer on how we?? the Sw 
employee xs settling in. Any major problems with the nSw em- 
ployee are called to the attention of the Director of OSI 
through this mechanism.. . 


t, , B. Additionally, OSI utilizes a form listircr varion? 

Agency briefings and familiarization tours (such as an NPIC tour) 
wmch is sent to a new analyst’s division as a reminder to his 
supervisor that he should be sent to appropriate ones? F?rth?r- 

a£??vst? Ch and the production staff brief groups of new 

sibU^Iefof OF?,-??” ??°^Sni i oIl W d' h - t - e ° VSra11 rSSp ° n - 
ployees , OSI issues alhirJbiSgSphylfrecS^vSs? ^ 


5 . Communication s 


A * 0SR has issued a directory — sized. and folded tn fir- 
into the Agency phone book. This directory allow? for easy 
to ohe division or analyst within OSR who may have thi 
questions posed by personnel within and without OSR OCX and o^j 
SSsf?? 1 ;? llSt . ln9S ° f P e ^°™cl and offices which l2£ to e2y 

s::?ii?° qu isiioi?? may have the expsrtise *»» « * 


, . , s * 0Sj - has established a biweekly office npt«isfr 0 r 
wnich contains substantive and administrative information im- 
._rnmg the past two weeks, upcoming events of interest ->r'- ' 
ecitorials xrom tha division chiefs. Every other uLk al'A™-,, 

d lx&ting th ~ significant events for the coming wee’ 


, C * 0SI lias a yearly awards orogram with the n ^-4 ^ 

in attendance m the auditorium. Awards are given and the 

r ^ or speaks on any topic ha feels of interest to the Off ic- 
r th “ chiers may choose to discuss their activities for th- n^f 

year. On occasion, selected an'ilvc-c h,,.. , or n - Past 

' . , L “ a an.axys._s nave spoken on matters vkkv, 


they deemed to be of inter. 


:st to the. entire Office 
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Personnel Planning and Development 

OSX has issued notices and regulations covering the 
role of the career service panel, promotions, evaluations of 
performance , and recognition of superior performance. The 
career service panel includes two nembers-at-large (as opposed 
i-o each division and staff chief) who serve for two years; they 
are picked from GS-lls through GS-14s. 

7 - Evaluation 

' 

•> 

OSI requires each supervisor preparing fitness reports 
to hold a mid-point discussion with the analyst being reviewed. 
Strengths and weaknesses are discussed by the supervisor, and the 
reviewee is expected to air his complaints and problems at that 
time. This has ^ proven to be an excellent mechanism for opening the 
lines of communications between the employee and the supervisor 
A memo of the conversation is prepared by the reviewer , " shown to 
the reviewee, and then placed in OSI personnel records.' 

8 . Utilization of Junior Officer s 

The Office ox Security also has a Management Advisory i 
Group (which came into existence at about the same time as MAG) 
consisting of young careerists, grade GS-11 or below, who have 
been with the Office of Security for at least one year. It is 

chaired by the Deputy Director of Security with its objective 

to obtain management input and advice from, our vounger careerists. 


B. 


? he Of fice of Communications * AgmLnistrathra £eipL§ J ATINTL 


Panel, established 
proved to be a wortnwnne example of utilization of junior officers 
membership was voluntary and divided among the operations, tech- 
nical and telecommunications staffs, excluding supervisory 
personnel. Its purpose. was to open lines of communications be- 
tv/een che station administration and the remainder of the staff 


r.deed, the panel received so many queries and recommendations t’->- 
ne frequency of meetings was increased from monthly to weekly to" 
coal with the workload. ~ 


Reference A 
Reference B 
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11 July 1973 


Executive Secretary, CIA 
Management Committee 

Management Advisory Group 

Increased Recognition of GSA 
Employees 

1. A MAG inquiry into the Agency's relations with the General 
Services Administration (GSA) has resulted in the conclusion that 
working arrangements and coordination on day-to-day matters are 
excellent. However, in some areas the Agency could take action to 
assist GSA in building and maintaining a work force which would be 
more efficient and, consequently, more highly regarded and appreciated. 
Specifically, the Agency could encourage its personnel to give proper 
recognition to the GSA work units and, in particular, to the custodial 
force. For example, the Agency could issue employee bulletins which 
point out how each Agency employee can help to make the custodial 
forces’ job just a bit easier. This action alone might signal to the 
GSA work force that indeed, "Somebody does care." 

2. The Agency and GSA should continue to explore possible 
programs which might cause the GSA employees to feel more appreciated 
by their CIA tenants. For example, an open house for GSA employees 
and their families seems a simple, inexpensive gesture which could 
have a positive impact on the morale of GSA employees. There are 
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similar ideas that both Agency and GSA officials have considered 
which have not been implemented for one reason or another; they 
should be reviewed and, if they remain valid, should be reconsidered. 

3. MAG believes that Agency management should actively encourage 
any programs which could assist GSA in accomplishing its mission. It 
appears that, as an initial move, publication of the Agency's concern 
and appreciation for the job GSA is doing would be appropriate. From 
there, additional programs should be explored which could result in 
an improved working environment for both Agency and GSA employees. 
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24 July 1973 ‘ 

i 

MEMORANDUM FOR: Executive Secretary, CIA Management 

Committee 

SUBJECT : Directorate Management Groups 


1. The Management Advisory Group has been asked to 
comment on tbs relationship which should exist between the" MAG 
and the recently formed Directorate management groups. 

■ 2. Tha MAG recognises the Directorate management 
group3 as sovereign bodies. They exist independently of the 
MAG, and presumably will be responsive to the needs of chair 
' components and the guidance of their respective Deputy Direc- 
tors. 

3. The MAG members, individually and as a committee, 
will attempt to respond positively to any request for advice or 
cooperation from the Directorate management groups. However, 
the MAG is reluctant at present to' suggest 'any formal liaison or 
coordination requirements. \ 

4. The MAG understands that former MAG members may 
serve initially with the Directorate management groups. Informal 
relations between the MAG and the other management groups should 
develop naturally if this practice is followed. The MAG will con- 
tinue to monitor the development of relations between the groups, 
and may have some additional suggestions to offer in the future. 


MANAGEMENT ADVISORY GROUP 
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14 August 1973 



PERS 73r_iLiJi> 


NOTE FOR: Director Central Intelligence 

FROM : Management Advisory Group (MAG) ' 

SUBJECT : Maternity and Paternity Leave 


1. The attached memorandum was sent to MAG for consideration 
Upon invest, gat, 'or U was determined that the central Issue was 

a child shnuiH°h ad ?, ptl " g a cl ”l d , c r a man whose w1fe was having 
a child should be able to use sick leave, as is the case for women 

who are pregnant. MAG was informed by the Office of Personnel that 
Service^regul a tions ! ° ^ Mtter min 'wlttC™! “** 

in naranrlnh £fiI e L°f the r , ! lori ? r,d ™ offers three recommendations 
nnt ! r ^ ra f Ve submission. A majority of the MAG does 

ndorse recommendations a_ and b_. Recommendation c, however 

thrnnnh r ^ d F by i MAG * D w F, bel . ieve that this could best Fe accomplished 
tbr ° u 9 b aR Employee Bulletin on the subject or as part of the Office 
of Medical Services “Newsletter." P Ce 


M ._ ?* We are forwarding this memorandum for 
MAG plans no further action on the subject. 


your information. 
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26 June 1973 


MEMORANDUM FOR: The Management Advisory Group 
SUBJECT : Maternity and Paternity Leave 


ecraaliti pq like , t ° cal1 to your attention some in- 

s rjir 1 experlence iiEing ^ ■* 

oolirv * ^ fUSi ° n n exists over the Agency's maternity leave 
policy. For example, most women believe they must cto on 

of pregnancy aVS The Gnd . of the seven and one-half months 

fn ,. The Agency does permit a woman to work longer 

m certain instances, if the doctor advises it is not in- 

inStn%*t her ° r the baby - This °Ption is iot w a u\nSwn 
and m fact, women are rarely told that it exists. 

emphasi^on equar t° f f*tt ^^^^re^gover^eSt” 111 " 
incapacitSion ^° f ^ S , GXes * There are m ^y forms of 

SL ^S2 SSaS-SSS^ 1 -*- 

receiving while his wife is m the hospital. 

adootina i cur f' cn t regulation , a woman who is 

P g child is not eligible for maternitv leave 

ph?ase e in therS H n ° biolo ^^l incapacitation^ AgIL the 
phrase incapacitation is defined in the narrowest of terms 

to the point where in fact it beootes a foSTS’SiScrSSShon. 

paternityhJa^rK r^xamLed 0 ^? 1 ^ 7 ? f maternity/ 
pre tat ions r ° W Tth S ° mewhat antiquated bSreluSStic^nte?- 
policy along "the "following "lines """ “ternity/paternity 
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Sid be CIeared 

than seven and one-half Xtts of the^ 

tin* 1/ Management Ad v 

“ on to the a ~“ e e »= ?rr^ s „ 

i 1 1 


STATINTL 


m/EE 


administrative 
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14 August 1973 


MEMORANDUM FOR: Director Central Intelligence 
FROM : Management Advisory Group (MAG) 

SUBJECT : Vacancy Procedures: A Suggestion 


1. It has been brought to MAG's attention that some employees 
have received no feedback after applying for a vacancy, in effect 
leaving them in a state of limbo. The problem appears to be a 
breakdown in the Agency's normal procedures. MAG understands that 
on Agency-wide vacancy notices the Office of Personnel is supposed 
to notifyall applicants or their personnel officers when the posi- 
tion is filled. A similar procedure is supposed to operate within 
the Directorates on intra-Directorates vacancies. 

2. Adequate feedback is an essential ingredient of gooci manage- 
ment and good personnel relations. To insure' that this occurs con- 
cerning vacancy applications, MAG recommends that once a vacancy 

has been filled, the Office of Personnel or the appropriate office 
within a Directorate have the formal requirement to provide written 
notification to all the applicants for a position that it no longer 
exists. This could be done by a simple form letter which would be 
sent automatically to the applicants. 

3. If you believe that this suggestion has merit, you might 
wish to forward it to the Office of Personnel and the Directorate 
personnel officers for action. 
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14 August 1973 


MEMORANDUM FOR: 
FROM . 
SUBJECT 


Director Central Intelligence 
Management Advisory Group (MAG) 
Vacancy Procedures: A Suggestion 


have received no^fcedback'after an pi vina^n^ 0 " that SOme em P 1 o y e e 
leaving them in a state of Hmhn PP ThI 9 ' T a vacanc ^ In effect 
breakdown in the AqSc Vs norm ! pr ° blein appears to be a 

on Agency-wide vacancy notices the Off ice pi!?? undsr ?tands that 
to notify all aonl lYen-r-c i ■ Ull1ce °‘ Personnel is supposed 

tion is filled? PP A similar DrSc^d.Sf f° nnel offi , cers thfposl- 
.the Directorates on intra^Di rectomes'vacKs . t0 ° perate within 

men t. and good personneT >a rela^ , ons eSS lS t insure 9 thartf *° f 9 °° d IT!anas 
cerrnng vacancy applications map m ensure that this occurs con- 
bas been filled, the of Ter M 5 * hat ° nce a vacancy 

within a Directorate have the fnr^? ■ Lne appropriate office 
notification to all the appl i cants fn? ? UlrC '^ L to provide written 
exists. This could be done bv film? 3 Position that it no lonoer 
sent automatically to the applicant™ °™ leUer which would be 


3. If you believe that this 


wish to forward it 
personnel officer 


uggestion has merit, you might 


to the Df-FiVn rt .e n y° u might 

for act?™ C * 01 Pers0ilnel a " d the Directorate 


action 


ADMINISTRATIVE - INTERNAL USE ONLY 


Approved For Release 2003/01/27 : CIA-RDP81 -00261 R000700030026-8 



Approv^For Release 2003/01/27 : CIA-RDP81<4>0261ROOO7OOO3OO26-8 


Approved For Release 2003/01/27 : CIA-RDP81 -00261 R000700030026-8 


Ap 




R000700030026-8 


20 August 1973 


MEMORANDUM FOR : Hr. Colby 


SUBJECT 


Agency 


Sponsored Charter Bus Service 


1 . It has been suggested to HAG that 

serious consideration TJfuientiy iterated bus service could, help 
for- Agency employee*. t.i i icu.n y • traffic congestion, 

alleviate the problems or parking, Urdin^s, 
the energy crisis and air polluuon. 


2. Unfortunately regular bus service tooths i ^;^^^ n g S l t ong r ’ 

requiring some people t0 with no service available 

circuitous routes in many cases, and ,n cn no 

in all too many areas. 


3. There are numerous communities in the '’'If^PgUireas'Tould 

MW t%°l ff a"£ti ™=y t f t -y'?i:raSons l .' PPOrt - 

Charter bus service would be dir-ctcd at 


A. MAG recommends that the Office of Logistics and the 0 

of Security give priority to preparing a plan .or the ucau 
charter bus service. 


THE MANAGEMENT ADVISORY GROUP 
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22 August 1973 


MEMORANDUM FOR: Mr. Colby 


SUBJECT. 


The Program Call Process: Meed 
for Reappraisal 


MAG has surveyed Program Call (as a process, not just a 
document) and concluded it isn’t living up to its promise as 
a management improvement tool. In particular, MAG ^ believes 
far too much manpower is devoted to reporting requirements 
in a detail unnecessary for effective management. MAG 
believes this is; an appropriate time for a fresh look at 
the entire ' process . 

1. At the beginning of FY-73, departing from the 
previous Ex— Dir ’ s approach of withholding a sizeable portion 
of the funds for contingencies, the Ex-Dir distributed all 

of the Congressianally approved funds to the DD’s* Consistent 
with this decentralized management philosophy line managers 
performance is how to be measured against specific objectives. 
Program Call, however appears to remain, conceptually and in 
practice, a remnant of the former centralized approach under 
the Ex-Dir. Excessive amounts of information are being 
collected to permit O/PPB to scrutinize components below 
d i r e c t o r a. t e 3. e v e 1 . 

2. Obviously, effective management at higher levels 
of authority requires a scrutiny of the activities of lower 
echelon components. However, increasing demands for detail 
have made this a burdensome task for many components. As the 


volume of generated paper gets 


:h passing year , 


components often merely go through the drill of "playing the 
game". MAG believes the effort devoted to collecting and 
recording these data drains both resources and spirits far 
beyond the necessities of effective management. MAG believes 
that efforts expanded in Program Call data collection would 
be lessened if they were subjected to the same constraints 
pressed upon line component resources. q 


r 

r. 
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3. Within certain components the real planning 
is separated from the business of fulfilling the Program* 
eporting requirements . MAG is unable to sort sincere 
ms from mare excuses in regard to arguments for separate 


of for t 
Call r 
proble 

planning processes. Soma argue, 


:o] 


example , that, the schedule. 


or 


n 


ro 


others 
be twee 
In sho 


gram Call is inappropriate to actual decision-making; 

refer to the need for rapid and personal interaction 
n management levels in reaching planning decisions. 

, strong evidence that committing all componen 


there i 

without exception to Program Call has resulted in a stalemate. 
MAG believes that it is important for each directorate staff 
to start* meaningful dialogues with line components to undarstan 
and isolate the important factors on which, management decisions 
are based. 


4. The ’’Management by Objectives” Performance 
Measurement approach has bean recently added to the Program 
Call process. The basic concept of management by objectives 
is attractive, despite concern over how to measure, performance 
by . quantitative indicators. The present approach is- to make 
a quantitative measurement of performance against the annual 
list of. objectives at the end of the year. In many* types of 
work, both in government and industry, this is more than 
sufficient. But in the intelligence business priorities arc 
altered, often overnight, by world events, shifts in political, 
alignments, collection breakthroughs, etc.. For some component: 
therefore, a meaningful measure of performance -would seem to ba^ 
a rating of their ability to react successfully to a crisis, 
or to a major shift in priorities. Yet the current system, 
consisting only of a fixed set of objectives, seems to imply 
that a manager who reallocates resources away from fixed 
objectives to meet a new situation will lower his performance 
score. 


5. It does seem evident that components requiring 
great flexibility to reallocate resources can plan with less 
confidence than stable components. But by what seems a 
paradox, DDO area divisions, which generally are recognised 
by MAG as requiring considerable operational flexibility, 
also generate the largest volume of paper for Program Call 


' J - 

and for the closely related project report system. For example 
FF Division’s reporting load for last year amounted to 31 

ars (estimated by MPS) , of which seven man-years were 
' or1 -n to the Program Call document. ' MAG wonders 


TUirc 


■why large, amounts of manpower should be spent cataloging 
such detail when estimates would appear to suffice. MAG 


cossn c uncsrstancl wny 
(primarily in the DDO) 
r a t h e r t h a n mo r e . 


need, for operational 1 f lexibil 


suld not in 


.re 


re oar tine 
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6. Furthermore , performance 
clouded when measured a crain st existing 


evaluation 
objectives . 


becomes 
. Since 


short of the annual 


formal requirements are not removed 
Program Call, an action unit presumably remains responsible 
tor their fulfillment regardless of how many ad hoc requirement 
have been levied during the year. A major effort must be 
made to review and overhaul past objectives if the Management 
by Objective Performance Measurement approach is going to 
work. The Program Call Process probably should begin with 
a vide canvass of future consumer requirements and be backed 
by a sensitive input from action units regarding their own 
xuture needs. MAG believes that performance evaluation must 
involve three factors: tangible results measured against a 
valid objective, the costs to achieve those particular results, 
and the degree to which results meet consumer requirements. 


. Recommendation: 

In brief, MAG recommends a reappraisal of the Program 
Call Process in its broadest management sense. In the spirit 
of improving management effectiveness while reducing resources 1 
expended in reporting, the reappraisal should be directed 
toward greater selectivity in the collection of data from 
different components, and greater flexibility in the methods 
permitted to those components in providing data.- 


Management Advisory Group 
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DD 

September 1073 



MEMORANDUM FOR: 
FROM : 
SUBJECT : 


Director of Central Intelligence 

Management Advisory Group 

Centralized Courier and Pouch Facilities 


decentralizod^f-n^ 0 ^ C0U1 ^- er and pouch facilities are a 

and ?o^rces ' ed con 8 1 <>»eratio n of services 

u nbourc.es. Since 1962 three major studies and twn 

consolidatio^of 1 fhe haV? rec0 " mended > with one exception, 
consolidation of the various courier systems as a rn<-t cm . 

ing measure. The single exception argued for decentralized 

s/iVe^To \lL th ,L ne f t f ° r S6CUrit * co„,pahmen“ti.on In 
the similarity 1 ^ tht Spent stud y^ this issue, and 

no implementing action has been"tak"n re S“”‘f y a ched , 

«" d w^PPing proce- 

be transmitted witwf a°c .fanf C0 , Uld 
without vieiating either security or^ZXelt 


2. The Information Systems Analysis Staff nniwpc -c 
and en c our" a ceTb ea"d 7^T7^r~ n r — S 0J r ~ ISlgresit: in this issue 


STAT 
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12 October 19 7 3 


MEMORANDUM FOR: The Personnel Approaches Study Group 


FROM 

SUBJECT 


The Management Advisory Group 

MAG Recommendations on Agency Personnel 
Management 


The Management Advisory Group recommendations outlined 
below are presented fox the consideration of the Personnel 
Approaches Study Group in framing its analysis of Agency 
personnel management . MAG is aware that some of the proce- 
dures recommended are already practiced in some components; 
they are included because MAG believes they should be imple- 
mented throughout the Agency. For the sake of brevity, we 
have not included background arguments or the detailed 
rationales which underlie specific recommendations, but we 
would be happy to discuss them if requested to do so. 

The premises listed describe MAG’s points of departure 
in the preparation of its recommendations. They are repro- 
duced here because we believe them to be important in their 
own right. 

PREMISES 

1. Resource constraints will require the Agency 
to operate with fewer people. 

2 . The Agency is and must remain miss ion- oriented; 
therefore, personnel management policies must 
reflect and support rather than drive Agency 
programs . 

3. Mission requirements are continuously changing 
and increasing in complexity. 

4. Top management is committed to change. 

5. A great many Agency problems and a majority of 
morale problems result from poor supervisory 
performance. 

6. The Agency is losing too many desirable and 
productive employees . 
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7. Orderly separation of marginal employees is a 
necessary part of personnel management. Although 
Agency regulations provide the basis for such 

a process, they have yet to be implemented in 
any consistent Agency-wide fashion. 

8. Agency bureaucratic processes have grown to the 
point where they inhibit fulfillment of the Agency's 
mission and are a detriment to morale, and efficiency. 

RECOMMENDATIONS 

1. Establish one Career Service for each Directorate 
and one for the DCI . 

2. Create a Career Service for all GS-16s and above. 

3. Create a Career Panel system along functional lines 
within each Career Service. 

4. Actively exercise the Director’s prerogative to 
select- out marginal performers. One function of 
the Career Panels should be the ranking of employees 
and the identification of marginal performers . 

5. Expand. and make more effective out-placement services 
to encourage the resignation of marginal employees 
and to facilitate early retirement. 

6. Eliminate the concept of a .limited probationary 
period followed by career status because it leads 
to the tenure syndrome , 

7. Require formal supervisory training for all pro- 
f e s s i o n a 1 e rap 1 oy e e s . 

8. Establish specific criteria against which each 
supervisor will be evaluated in a separate section 
of his Fitness Reports. 

9. Require periodic formal reverse Fitness Reports on 
supervisors to obtain subordinate views in evaluating 
a supervisor's performance. This might be done 
initially on an experimental basis in selected com- 
ponents . 
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10 . 


11 


12 . 


13 


14. 


18. 


Expand the number of specific., high-grade slots 
throughout the Agency for promoting individuals 
who possess vital, non-supervisory-skills. 

Greatly expand the number of rotational assignments 
preferably outside home offices, for promising officers 
at all levels. 

Abolish the group -hiring aspect of the Career Train- 
ing Program and hire new employees against specific 
openings. 

Establish an intra- Agency information bank on per- 
sonnel wner e supervisors with jobs to fill can look 
xor candidates. Recommend that a search of this 
bank be a first step in filling vacancies. 

Create a number of one-year fellowships which will 
bring outside talents into the Agency as a means 
of providing Agency employees with access to special 
skills^ and fresh outlooks from academia, industry 
and otner Government agencies. * 


IS. 


16 


17 


Expand sabbatical programs which will- place selected 
Agency employees in academic and professional posi- 
tions outside the Agency. 

Use the MBO process for the early identification of 
margmal programs and skills so that affected employees 
can be retrained and assigned elsewhere. 

a 0ne “ A S Gnc T attitllde b Y assigning not less 
thcui 30 employees per year from each Directorate to 
related functional areas in other Directorates for 
not less than one week. 


Require that Directors and Office Heads meet periodi 
cally with groups of employees at all levels within 
their components. 


CC: DC I 


MANAGEMENT AD VI SORT GROUP 
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MEMORANDUM FOR: 
FROM ‘ 

SUBJECT ■ . 


* £SL?J£. 

PERS 75- 

i 


Executive Secre tarv pta 

ry > CIA Management Committee 

Management Advisory Group 

CIA Suggestion and Invention Awards Program 


Suggestion And I n ven t i on °Av a r d - l ° d surve £ of the Cl'A- 
subject arose as a result of 3 ndiv?dnv' Merest in this 
over the effectiveness of a'nr^i d expressions of concern 
-is to -promote efficiency Vcnfr whose fundamental purpose 
of pertinent points A 


Stre ngths 


■ a ud Weakness 


m 


J-k®. . Program 


es 


instrument of change W”lt "dr ™s°enni n Awards Program is a useful 

for new ways of doing old thi s P M yee a ttention to the need 
U attempts to draw on the id-a-Tf h “ Courages experimentation 
niiglu remain silent or go unheard. ° ! ' e P ,rso »* who otherwise 

of communicatioiraM 0 f 0 rcef r atteiUF‘ deS f* lnde Pendent channel 
■it otherwise might not occur Id 1 ? a snd Possible action when 
’mere the impact of an idea Jros^ .m i, cas 

program. Ma Some” , managers 1 a?e * ttitud ® toward the 

the system; others are vSSll^^’iT** 8 ” ™d users of 

oe 

IS a major argument of the deaigrf tors “ nrneasured ■ 

open to criNcIJr’fW^nar'ticipantM^lh 1 ? aV ? s tho Program 
argument for such a f.aWc^iiu^o^^ 


s taf f 


Ihis point 


A? 
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Criticisms 


7. Considering the divergence of views toward the Sug- 
gestion Program a high level of criticism of the program is 
to be expected. Two are worthy of particular note. Of first 
concern is the effect of the program on management- employee 
relations. The present evaluation process tends to extend over 
a fairly lengthy period of tim,e - 60 days at best with one to 
two years a frequent occurrence. In spite of frequent feed- 
back communications by the Executive Secretary, the use of the 
form letter expedient causes some suggesters to be critical of 
the system. Declined suggestions are often viewed as being 
either misunderstood or the victim of "politics.” Evaluators 
tend to view the program as an infringement on their authority, 
a reflection of their ability and an attempt to interfere with 
the operation of their activity. At best, it is too often, 
viewed as an imposition on their already crowded schedule of 
work. Some managers view the program as a low priority activity 
of marginal benefit. 


8. A second important criticism is of the evaluation 
procedure. Busy line evaluators too often fail to take the time 
to consider and articulate a decline fully. At the same time, 
acceptances too frequently are expressed in unquantif'ied terms and 
are thus further delayed when returned for further documenta- 
tion, In either case, the program and its participants suffer. 

If a suggestion is offered then declined, it must be for good 
and sufficient reason, one which the suggester can accept, at 
face value. If it is accepted, it should be accepted and 
promptly implemented. 


Conclus ion: 


9 . It is 
Suggestion and 
value judgment 
of arriving at 
program is fai 
gestion Awards 
ability to fur 
ively upon th 
they receive. 


MAG’s conclusion that the importance of the 
Invention Awards Program to the Agency is a 
There is no precise or quantifiable method 
such a conclusion. MAG does believe that the 
rly and ambitiously administered by the Sug~ 
Committee and the Executive Secretary. Their 
tber improve the Program depends almost exclus- 
of top and middleline management support 


degree 


Attachment : 

Background on the CIA Suggestion and Invention Awards Program 
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Attachment 

l . 

CIA Suggestion and Invention Awards ,• 
Program 


BACKGROUND 

1. The official purpose of the CIA Suggestion an.d Invention 
Awards Program is to "promote efficiency in Government operations," 
The ability to measure program* effectiveness accurately against 
a broadly stated goal is limited at best and perhaps explains why 
there is a marked divergence of attitudes toward the present pro- 
gram. The program is based on the hypothesis that a formal sys- 
tem of paid awards will increase the quantity and quality of sug- 
gestions and inventions forthcoming from employees. Whether one 
subscribes to the concept of the suggestion program or not it 
does serve as an instrument of change. The very idea of encourag- 
ing employees to think of new methods and ways of doing the job 
supports the ongoing need to. induce change in the bureaucracy. 

If it were to serve no other purpose this factor alone gives the 
program merit. 

2 -. Management attitude is all important. Some supervisors 
feel that the employee is paid to think and make suggestions as 
part of his job. If his suggestions are good, the individual 
should expect career enhancement and promotion as sufficient 
award. On the other hand, when an employee has an idea not 
closely related to his job or one with which his supervisor 
may not be in sympathy it is difficult and too frequently . 
impossible to obtain a fair evaluation. Employees who use the 
suggestion system are often viewed with suspicion by their super- 
visor, who may feel that the employee is "selling" ideas which 
otherwise might be withheld. Such mixed attitudes are a reality 
and cannot bo easily countered. Strong management support for 
the program is indispensable and a continuing educational program 
is essential if the program is to function at even a minimum 
level. 

3, In looking at suggestion systems operated both in 
Government and industry one finds two methods of evaluation 
in use - line arid staff. In the former, a suggestion is 
evaluated within the chain of command usually at the imple- 
menting level. The theory underlying this approach is that 
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the potential implementer is best qualified to evaluate the 
idea and after all is the one person who must accept the change 
involved. The staff method uses an independent evaluator assuming 
greater objectivity toward change and a lack of impingement 
on the line manager’s limited time. The Agency uses the line 
organization or implementor approach as an expedient to avoid 
position staffing problems and in recognition of the merit of 
involving the implementor. One of the penalities of using the 
line organization is the competition between the evaluator's 
primary job demands and suggestion evaluation duties. Private 
industry experience reveals line evaluation requires twice the 
time for processing a suggestion or 90 clays versus 45 days on 
the average. Data are not available to show whether an inverse 
relationship exists in the implementation phase. 

The Agency System 


4. Suggestions are forwarded to the Executive Secretary 
of the Suggestion Award Committee (SAC) . Each one is reviewed 
for eligibility and either rejected or forwarded to the prospec- 
tive implementing component (s) for evaluation. If declined a 
formal reply is sent through the Directorate Committee Member 
of Office Head to the Executive Secretary. The Executive Sec- 
retary may accept the declination and advise the suggestor or 
he may protest to the evaluator if the . re j ection is found 
wanting. Under the present system the Executive Secretary 
exercises final judgment on declinations. The Executive Sec- 
retary may also refer the suggestion to additional components 
or to other Agencies. If the suggestion is potentially patent- 
able, it will be referred to the CIA Patents Board. There is 
no formal provision for appeal by the suggestor. The SAC does 
not receive reports on or become involved in rejected sugges- 
tions except at the discretion of the Executive Secretary. At 
one point in the Agency's history the SAC did review rejections 
but found there were too few decision changes to warrant the 
time required for the task. Accepted suggestions are returned 
to the Executive Secretary who in coordination with the imple- 
menting office determines the extent .of tangible and intangible 
first year savings.' A recommendation is made to the SAC con- 
cerning acceptance and recommended awards. During the entire 
process the Executive Secretary keeps the suggestor informed 
concerning the status of the suggestion. 
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5. Membership on the SAC is approved by the Director and 
consists of one representative from each Directorate. The 
committee is chaired by either the Director or Deputy Director 
of Personnel. Technical advisors are appointed and called to 
assist the committee as needed. The SAC devotes its efforts 
to validating or amending the recommendations of the Executive 
Secretary concerning awards for approved suggestions. The 
Executive Secretary works closely with Suggestion Awards per- 
sonnel in the Civil Service Commission, other Government agencies 
and with private industry through the .National Association of . 
Suggestion Systems (NASS) . Through his efforts the SAC is able 

to keep abreast of developments in Government and private industry. 

Su ggest ion Program A cc omplishments 

6. FY-1973 was the most active year in the history of 
the Agency Suggestion Program with 54S suggestions processed. 

Some 193 cases were approved* with awards totalling $38,285, 

This amount is 62% higher than FY-1972 and 26% higher than the 
previous record year. Approximately 85% of the total suggestions 
received were ruled eligible for evaluation; 42% were eventually 
adopted. The Government -wide rate for adoption is 25-26%. The 
average cash award was $219 as compared to the Government average 
of $83. The highest single award granted was for $6000 divided** 
equally between three co-sugges ters , First year tangible sav- 
ings for all suggestions amounted to $378,840; intangible benefits 
were estimated at $404,900 for a total of $783,740 in total sav- 
ings and benefits. In comparison to other Suggestion Programs, 
the Agency had a very good year. Yet, assuming that each sug- 
gestion was 

STAT assumption) 
the program. 
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submitted 


separate individual (not a good 
lof Agency employees participated in 
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MEMORANDUM FOR 

FROM 

SUBJECT 


1 0 U-:, •. 

Director of Central Intelligence 

Management Advisory Group .(MAG) 

"Feedback" as a Mechanism for the 
Evaluation of Agency Performance 


ssss wus-s* 

certain^probleml^and^possible^solutions^which^we^believe '^ ave 

a direct bearing. n 0 £ Agency -performance- These 

problem 3 areas fnd Le summarised in this 

memorandum. ' \ ; - -J. S' • ' ■•• 

2 , we believe current feedback mechanisms are deficient 
the "following respects: • - .JM-M': C 


m 


dir 

to 


set , and 


:he 


a There is a need for more formal, 

•' cnprifi'c feedback from ultimate consumers to u 
* col lector 3° and producers of: £ 

intelligence. Some informal ie MMf:MMur/ r enr-sent 
is deficient in that it does no. * e “ssarw repr-senr 
the views of the ultimate consumer nor do^s it lena 
itself to formal analysis. . _ ; . M Mr ‘-.U 7 ; . : 

b Inadequate use is being made of available 
feedback data, particularly Publications Source^Surve^ 
rucsc-i rinto -111 assessing tne actual di-d r-ia.uj.ve ej - x . - 

SveLS of the various collection methods and programs 
directed against the same geograpnic oi ru.Cuioi-1 - 


t T* CT 3" 

C? 


a i\i 


for greater participation by_ 

.c ^nartinn activit: 


forward planning of collection 


means 

■v-C 


c. There 

consumers in th_ 1 ««- « 

particularly in the human collection as a 

of imoro^ino' r eouir emenrs ana ua^King (~ >- ~ n ~ A Ju y ' v "7* 

back^^while concurrently developing a ootter standi 

on the part of consumers, or tne liniuaa-ns o-. tne 
collection methods. . 


ts . 


es 


"O > 

ous 


Approved For Release 2003/01/27 : GIA-RDP81 -00261 R000700030026-8 

ADMINISTRATIVE - INTERNAL USE ONLY ' - 



200§MM%A- l ®89'*$61R000700030026-8 


d. 


identif ication 
efforts . 


Increased use should be made of feedback for tne 
1 - marginal collection programs <,n^- 


, V/hile we believe that your current efforts in the 
3* hixl-L ^ T n t «=* 1 1 i a STIC G O'IXICSj. 1 Q } 

establishment or the Na^ 10 ^! Int~JLl alleviate soma 

program and management by 3 the/couxses of action which may 
of these problems, there are th^se problems but also 

contribute not only to tne , S ^ J ^ the evaluation of 

to your desire to establashBec^ b tlieve the following 

Agency pexxormance .. bpecixxod.i-.y , . , 

options are. worthy of your considerate n .. .■ - . . ■ 

mti <=> psi program should be establisnad on a 
a * Th ^; S tS^ Th PSS presently provides Agency 
community -wide b~s is. 1 n g thp us ifuiness 0 f their' 

collectors with an assessment of .he us-tu-n 

intelligence reporting, and, at loa.i i a+ ^, e 

ssi‘2 * h? H s£ss 

tion programs vis-a-vis tne rest ui . •> 


3 . . • - 

h A urogram similar to the PSS should be established 

hor actionabi e ye?ortin|, parti cularly suc h reporuxng^oy 

rmn At present, less tna/n _ „ - . * ti ^ 


ifused'in A the r S S o;t Important f inished lid elligence'publi- 

cations; and, by informal estimates, the amoun theT 

reporting n= fribedtl southing near SO per- 

th3 r and^rcleasini ?? ?^ essential, then, that specific,-, 
direct feedback odthe usefulness of this reporting be 

made by ^Jon-rSuhon'made by P a report to the finished; 
assesses the conaibut on > program would assess the 

.£K$SK SSnra^ofnrihe 1 action finally taken. 

c. The concept of the PIO structure shoul ^»| inished 

expanded to cover actionable repOiLxr r -nort-n^ 

-H v/hi 1 e the concept, ox acu^onaox- 

i” aunlication to the DDO, equivalent re- 

putting occurs in' the SIGINT and reconnaissance areas as ■ 

well. 


2 
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d. NIO’s and analysts should py^luati on^of collection, 
and directly , in. the planning Action projects. In. this 
projects, including r . ^ relevant require- 

manner, we believe “^speei.ic an^ ^ bettar un der- 

“anlinfof^hniMi'tations of the various collection 

methods . 


e . 


, r ^ rs-p data feedback from. 

Feedback in _ the for^ of ^ concerted effort 
and MBO should all be u U 


NIO’s, and MBO sl ? ou , d r !;i e ^ ion v ' e £f 0 rts and programs, 
to identify m J T F .c ^ % e “ wou id anticipate the 

As a result of this ®^ f ®^' t ries and targets against wnxch. 
designation of be discontinued, and the idencif- 

collection -efforts , tv . 3 evel - re auireiaents and 

cation of considerable community lev. i - • . - 

tasking which are no longer valid- 

4.‘ If you desire, we «ould welcome the opportunity to. g 

set with you, or appropriate star- oiiicers., . ......... 

emorandum in greater detail. "-t-V-V 
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MEMORANDUM FOR: The Director 

SUBJECT: Steps td Encourage Car Pools 


1. The MAG recommends that yon exploit current 

concern with fuel restrictions to try again to encourage car^ 
pools among Agency employees. Ths pluses and minuses of 
car pools are clear to most employees, but in current cir- 
cumstances the pluses might usefully be restated in an Agency- 
wide bulletin. • ' 

2. The rnap and locator card system on the first 
floor has proven to be a less than perfect system, primarily 
because it does not identify Agency employees whose homes 
are proximate to an individual seeking to establish a car pool. 
(Nor should such information be displayed in our halls.) Such 
an individual must await the decision of another employee to 
participate in the map /locator system and is not able to use his 
powers of persuasion to seek out potential poolers because he 
does not know who they are. Nonetheless, a reminder on uhe 
existence and purpose of the map /locator system is prooably 
in order. 

3. But we believe that the prerequisite for expansion 
of car pools among employees will be access to information on 
what employees live close enough together to make a car pool 
worthwhile. This is particularly true for employees living in 
more remote areas not shown on existing car pool locator 
maos. In any case, we suggest that the Office of Personnel be 
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authorized to release, under adequate security procedures 
and on an individual basis, the names of all persons living, 
within a given ZIP code or telephone exchange area. It is * 
our understanding from personnel of the Statistical Reporting 
Branch, Control Division, Office of Personnel, that sucn 
information is included in current computer runs and could, 
easily be made available with minor reforming of the runs. 

4. We suggest that an individual, not a committee, 
be appointed to work out the details as quickly as feasible. 


THE MANAGEMENT ADVISORY GROUP 
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21 May 197 4 


MEMORANDUM FOR: Director, Central Intelligence agency 

• Comments on the Director’s Los Angeles 
World Affairs Council Speech 


SUBJECT 


MAG's general reaction to this address 


is entirely 

i MAG's penerai reaction uo ' 

. h- 1 ' id find the address to be a clear statement o£ 

favorable. We Lind, tne dc f „„ -intelligence agency 

the Director’s views » * J »au k ^ liie this will 

m an open socket). d -- Pim iovees. With this m 

enhance the Agenc> s benefit be derived from this 

mind, MAG recommends that full - employees at 

statement by giving it wide distribution to 

Headquarters and overseas. additional L> , ^o of 

thqf p cover memo accompany the addre.i.i, P re ^ r __ 

ttfAocSrt thoughts’, previously shared with MAG, on 


’going 


public" . 


2. MAG's view 


of the Director's, "Openness reinforcing 
unease' in the Agency", is as varied as the degrees or onen- 

JSWSSTSSfc. f of ennessdn 

infpSrlons^eJelv^g "?ours" and plans for 

organii.at-.ons auu i members sense the Agency has 

future exposure. ^ther oau m q£ proble ms in the 

demonstrated a capabil. u - guide the Aoencv through 

past and that this capabilit> will guide tne a e - 

this new era of "openness". Otners sense xndix,ei ence 
the whole issue. 


3. MAG wil 
the Director at 


the 


be preoared to discuss this further with 
monthly DC I /MAG meeting in May. 


IAG 
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